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Abstract   
 
The article demonstrates the findings of the research conducted in the period of 2000 through 2013. This research also included 
an annual inquiry of top managers and HR managers among major companies and SMEs. The total number of the inquired 
enterprises made up 648. The goals of the research: To follow the trend in alteration of requirements in additional business 
education; To identify peculiarities in training top managers; To analyze top management incentives to being trained; To identify 
the most efficient pattern of training top managers in the modern period; To identify an effective technique of the training 
efficiency analysis. Hence, the researcher has come up with the following findings: The companies’ growth of competitiveness 
has been significantly constrained by existing conventional approaches to both corporate and top management training. 
Command management development techniques are not sufficiently applied. Lifelong learning strategy is underestimated. Based 
on the obtained results the researcher identified a number of key points in training top managers. Some guidelines have been 
developed to draw up programmes for training and development using Open Space pattern.   Some recommendations are put 
forward on propagation techniques of Lifelong Learning concept in a company. 
© 2014 The Authors. Published by Elsevier Ltd. 
Selection and peer-review under responsibility of the Organizing Committee of WCES 2014. 





To date, many researchers discuss the issue of altered demand on educational services for top management. 
Similar transformations are related to the changed character of a top manager (Safiullin, Elstin and Shakirova, 
2012), some changes in business education and ways of promoting it find in this report the findings of the research 
which we performed in the period of 2000 through 2013, included. 
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While conducting this research we have pursued the following goals: 
- To determine the trends in changing demand in additional business education; 
- To identify peculiarities in training top managers; 
- To analyze top management incentives to being trained; 
- To identify the most efficient pattern of training top managers in the modern era; 




During the research 1,664 top managers and HR managers were interviewed from 648 enterprises of the Russian 
Volga Federal District. It may be no accident that this very district was selected. The Volga Federal District is one of 
the most developed industrial and agricultural regions of the Russian Federation with 1/5 of the whole population of 
this country. It is in the Volga Federal District that the trends are set for social and economic development. Table 
shows the data on respondents broken down by year and company size. 
 
    Table 1. Respondents under inquiry   
 
Year Number of respondents Major companies Medium-size 
 companies  
Small companies 
 Number of 
people 







% Number of 
people 
% 
2000 84 5.05 24 28.57 39 46.42 21 25.01 
2001 126 7.57 40 31.74 40 31.74 46 36.52 
2002 100 6.01 37 37 35 35 28 28 
2003 97 5.83 27 27.83 38 39.17 32 33 
2004 157 9.43 62 39.49 42 26.75 53 33.76 
2005 135 8.11 37 27.4 67 49.62 31 22.98 
2006 125 7.51 42 33.6 57 45.6 26 20.8 
2007 155 9.31 77 49.67 42 27.69 36 22.64 
2008 212 12.75 20 9.43 129 60.84 63 26.73 
2009 90 5.41 27 30 35 38.8 28 31.2 
2010 82 4.93 19 23.17 44 53.66 19 23.17 
2011 117 7.04 30 25.64 27 23.07 60 51.29 
2012 97 5.83 19 19.58 35 36.08 43 44.34 
2013 87 5.22 26 29.88 29 33.3 32 36.82 
Total  1664 100 487 29.26 659 39.62 518 31.12 
 
 The questions of the following areas of interest were put forward to the respondents: 
- Frequency of management training in the company; 
- Duration of training programmes; 
- Subjects of management training in the company;  
- Educational form; 
- Efficiency of provided training. 
The respondents at a time of inquiry were at the same time the consumers of educational services (MBA 
programmes, training and retraining courses).  Here are the results of the research.  
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3. Findings 
 
Figure 1 shows the data on a number of trainings per year provided for employees and mid-level managers, as 
well as for the top management of the companies in the period of 2000 through 2013. To our opinion, observed 
trends are quite explicable.  During the recovery periods, to wit 2000-2002 and 2009-2010, the number of trainings 
provided for top managers increased, as it was important to gain expertise and some credible and authoritative 
information on how to act in a post-crisis environment. The growth in the number of top management trainings in 
2012 and 2013 stems from the intent to identify safeguard measures against double dip recession. During the 
sustained period of  2003-2007 the frequency of top management training decreased whereas the training of 
employees and mid-level managers increased. Training time duration is also changing depending on the group of 
trainees. The inquiry showed that 83 % of top managers are trained based on the programmes with the duration of 
500 academic hours and more. Employees and mid-level managers are trained based on the programmes with the 
duration of  72 academic hours, unless otherwise provided for by the legislature of the Russian Federation. Training 
disciplines analysis made it possible to bring to light the following trends. In the period of 2000 through 2013, 72% 
of training programmes, by its content, zeroed in on the issues of sales, marketing, and promotion. It resulted from 
the growth of competitiveness, changes in work patterns, aggressive penetrating into the Russian market of foreign 
manufacturers, and inversely, Russian companies entering foreign market. In the period of 2004 through 2008 
employees and mid-level managers were trained based on similar programmers, whereas top management focused 
on the subjects of strategic planning, development and a company strategy development per se. A strategic session 
became a popular format for the training, with a business coach as a moderator. The activities in the format of 





Figure1 Number of trainings of employees, mid-level managers and top managers per year* 
Based on the in-house research findings 
 
Given the impact of the global financial crisis, the first half of 2009 was characterized by precipitous decline in 
demand for all types of business education. Companies reduced their expenditure for the personnel development and 
training, marketing activities etc., including the expenditure on carrying out strategic sessions. However, starting the 
second half of 2009, top management of the companies started to display interest in the techniques to enhance 
companies’ activities, reduce the prime cost of manufactured goods and rendered services, and reasonable cost 
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in the programmes was also shown by non-production companies. The most ambitious project has been initiated by 
Sberbank. To date, also of interest are the programmes focused on the most cutting-edge techniques of enhancing 
operating processes, boosting productivity and advanced industrial engineering techniques. Employees and mid-
level managers are traditionally expressing interest in sales, promotion, commercials, but majority of the enterprises 
(74%) assert that they are in need of finding some new, offbeat techniques to promote, attract and preserve clients. 
In our view, of special interest is the following area for development and training of both the company’s top 
management and employees as a whole. As of 2012-2013, among those 89% that were inquired consider as a 
priority the development of creativity of the management team and the company’s staff as a whole. An aptitude to 
agile adaptation is evolving into a cornerstone of any skills. Messrs. F. Barron and D. Harrington assert that 
adaptability is the demonstration of creativity (Barron and Harrington 1981). 
Quote-unquote (Barron and  Harrington, 1981): 
1. Creativity is an ability to adaptively react to the necessity of new approaches and new products. This ability 
also allows to apprehend something new in the reality, although the process, in and of itself, can be both of 
conscious and unconscious nature. 
2. The development of a new creative product to a large extent depends on the creator’s personality and the 
power of his intrinsic motivation.   
3. Among the specific characteristics of the creative process, product and personality are uniqueness, 
consistency, validity, appropriateness to the goal; and  one more property that can be called aesthetic, ecological 
worthiness, optimum shape, very much regular and peculiar to this moment.  
4. Creative products can be various in nature, namely new solution to a problem in mathematics, discovery of a 
chemical process, creating music, a picture or a poem; new philosophical or religious system; innovation in  
jurisprudence, creative solution of social problems and others.  
Many researchers believe that the process of creativity is specific depending on various areas of activities and 
knowledge (Chikszentmihalyi, 1988; Feldman, Csikszentmihalyi and Gardner, 1994;  Sternberg and Lubart, 1995). 
However we can bring to the fore some common requirements to the process of creative thinking.  A creative 
process, irrespective of the problem it deals with, includes the following: 
1. Changes in the outer information structure and internal representation with the help of drawing analogies and 
bringing together conceptual gaps.   
2. Permanent problem paraphrasing. 
3. Application of existing knowledge, recollections and images in order to acquire new knowledge and skills and 
to apply the old ones in a new light.  
4. Application of non-verbal pattern of thinking. 
5. The process of creativity requires internal stress which can appear in three ways, namely, during the conflict 
between the conventional and the new at every stage of a creative process; in the ideas per se, of various ways of 
solution or would-be products; the stress can be caused in between the chaos of uncertainty and the striving for 
transition to pass to a higher level of  organization and efficiency of an individual or a society as a whole.   
It is likely that all three variants of stress appear at various stages of the creative process (Tardif and Sternberg, 
1988). According to the respondents, applying precisely these techniques and approaches shall make it possible for 
the companies to find their own points of growth, as well as to implement breakthrough projects meant to bring 
modern enterprises to a new level of development. This being said, 79% of all respondents noted that in the applied 
training techniques team work is not used to full efficiency, as well as the enterprise’s team intellect is not shaped. 
Some 83% of top managers emphasized the need to apply advanced forms and techniques of study, using 
unconventional approaches to learning, as well as to develop, generate and nurture new type of knowledge. We 
reckon that in order to resolve these issues, we have to arrange a real joint work. Conventional education assumes 
that you are an individual, a separate human being, an entity who studies and comprehends the universe. And every 
one of us is a particle of something bigger, and we learn to cooperate by way of putting together a team; we obtain 
something bigger from every member of the team, and subsequently the team yields better results, as distinct from 
every single team member lumped together. And here is that long-expected synergetic outcome. Evidently, applying 
these kind of teaching techniques within one company will sure thing bear its fruits; however, the most effective 
interaction is expected when using Open Space technology that allows the employees in various organizations to 
conduct activities with the groups of 5 to several thousand people. The Open Space technology has been applied for 
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over 20 years now which clearly shows that this technique opens up opportunities for potential leaders; helps create 
organizations with creative environment, where ordinary employees, working together, obtain prominent results 
with striking regularity. This being said, this technique for personnel development and training and acquiring new 
knowledge increase its efficiency within the Lifelong Learning concept. World community has accepted this 
concept as a true-to-life fact since long ago, whereas Russia’s managerial community, whilst understanding 
objectivity of this process, did not accept the concept within their own organizational structures. Our research 
findings allow us to say that, as of 2013, 68% of all the inquired managers said that they would like their 
subordinates to act as adherents of the  Lifelong Learning concept, and not only pin their hopes on the company but 
instead, be in the constant process of self-education and self-development.    
 
4. Discussion and conclusion 
 
Summing up, we shall once again mention the trends of changes in the training process of Russia’s top 
management. First, the implications in education have shifted. Thus, in 2009 top managers set their sights on the 
issues of strategy, whereas, to date those interests are zeroed in on the enhancement of production and business 
processes, development of advanced production engineering techniques and boosting productivity. Second, 
conventional areas of education aimed at acquiring skills and expertise in sales, promotion, and marketing require 
new and unconventional approaches. Third, one of the key expertises for the present-day employee or manager is 
creativity which demonstrates itself in adaptive reaction and new approaches meant to solve problems. Fourthly, top 
management needs new educational forms which allow developing a skill for a teamwork generation of new 
knowledge and its application within the company. New education techniques have to be aimed at cognitive abilities 
of an individual. Fifthly, the perception of the Lifelong Learning concept has become a true-to-life fact for the 
Russian management; and new forms of teamwork development and efforts, Open Space technology in particular, 
have also become attractive. To our view, taking into account these tendencies shall allow us to draw up 
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